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The Z Generation of India comprising of 20.1% of the total population is predicted to bring about a drastic 

change in the upcoming workforce. By the end of this decade, the workplaces are slated to imbibe various 

differences to harness the distinct advantages this generation will bring to the productivity levels and faces of 

organizations worldwide. This research paper studies the behavioral competencies of the Z Generation which 

can be mapped to develop the managerial skills that are latent in their multi-tasking and technologically-savvy 

abilities. 
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1. Introduction 
The emergence of the newest generation of the workforce, the Z Generation, has come under much scrutiny and 

discussion as a result of their varied and distinct advantages over the previous generational cohorts in the 

workforce. Businesses have been so hyper-focused on figuring out how to attract and develop the millennial 

workforce that many failed to notice an important new development. The next generation of workers has 

officially entered the workplace. Generation Z, also known as the iGeneration, was born after 1995, which 

means the eldest among them will start graduating from college in the next year and may already be part of the 

workforce or internship programs. In India, they represent roughly 20.1% million people, and while many of 

them are still in grade school, they will be entering the workforce in droves over the next decade. It’s easy to 

assume Gen Z workers will be just an extension of the Millenials, but studies show that’s not really the case. 

They are entering a workforce that is sorely in need of their services and technical expertise. With hiring on the 

rise, and baby boomers retiring en masse, this generation will be in hot demand for many years to come. With 

technology at their fingertips, education and information are a touch away. Their work ethics and expectations 

are a result of their conditioning during early years in a demographic trend where the number of children per 

household falls below 2.  

The Z Generation represents the greatest generational shift the workforce has ever seen. This generation 

presents profound challenges to HR leaders, educators and all in the workforce (Tulgan, 2013). India, in 2015, 

had the world's largest Z Generation cohort of 256 million. It had the highest share of the youngest workforce 

behind the Philippines and reflects the young and growing population of the Z Generation workers in India. The 

characteristics of this generation are unique and exclusive, which could be properly harnessed for an effective 

and productive emerging workforce. They are the most formally educated generation in history, started school 

younger than ever, and are projected to stay in education for longer than ever (McCrindle, 2010).They are the 

first global and most technologically literate generation who think in hyperlinks, multi-task and absorb 

information from multiple sources. They are well networked, more virtually present, extremely diversity-

tolerant, driven by greater exposure to digital media and spend significant time on online social networks than 

the earlier generations. The digital native generation is constantly connected (Palfrey & Gasser, 2008), smart, 

remarkable practical, and can be characterized with superficial and divided attention because they use different 

media simultaneously. The Z Generation is environmentally conscious and value driven with respect to 

ecological concerns. Changing workplaces is natural for them and are ready to switch jobs without compromises 

as they do not prefer to be stuck at one place (Mutte, 2004). Specific skills and qualities that can fit under global 

perspective, integration skills, recognizing organizational realities, and understanding the limits of models and 

markets, seem to be under-emphasized in India (Rao, 2014).  

In the Indian context, companies that recruit emerging managers into their companies search for a particular 

set of skills and competencies. An attempt should be made to train and teach the Z Generation managers based 

on a curriculum that pays attention to the development of managerial competencies required in the actual job 

market. The relevance of Competency Mapping comes in focus here. The researcher focuses to draw attention to 

the job related characteristics, the attitude and preferences towards work of the Z Generation managers and the 

shifting workplace trends that will arise with their induction.  
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2. Review of Literature 
The Business Dictionary defines 'Competencies' as A cluster of related abilities, commitments, knowledge, and 

skills that enable a person (or an organization) to act effectively in a job or situation. 

Competence indicates sufficiency of knowledge and skills that enable someone to act in a wide variety of 

situations. Because each level of responsibility has its own requirements, competence can occur in any period of 

a person's life or at any stage of his or her career. Behavioural competencies help define an individual’s 

behavioural strengths that could predict future successes in the workplace. Behavioural competencies often fall 

into different categories based on different tenets of workplace success: 

 People-Based Behaviours: shows respect for others, interpersonal skills, understands others’ viewpoints, 

accepts/provides constructive criticism 

 Success-Based Behaviours: makes positive decisions, takes responsibility for actions, communicates with 

colleagues, organises time effectively 

 Managerial-Based Behaviours: encourages staff to achieve their best, motivates rather than drains, tries to 

achieve a diverse workforce 

According to Boyatzis (1982), competencies are a capacity that exists in a person, which leads to behavior, 

that meets the job demands within parameters of organizational environment, and that, in turn brings about 

desired results. Today, almost every organization with more than 300 people uses some form of competency-

based human resource management. The study depicted an integrated system diagram that showed concentric 

circles, with the person’s unconscious motives and trait dispositions at the center. These affected, and were 

affected by, thee next expanding circle of the person’s values and self-image. The surrounding circle was 

labeled the skill level. The circle surrounding it included observed specific behaviors. Together the circles 

represent threshold competencies to an organization. 

 

 
Figure 2.1 The Theory of Action and Job Performance 

 

Weinhart (2001) has categorized competencies into 6 categories listed as follows 

a. General cognitive competences as cognitive abilities and skills (e.g. intelligence); 

b. Specialised cognitive competence in a particular domain (i.e. chess or piano playing); 

c. The competence-performance model differentiating linguistic ability (= competence) enabling creation of 

an infinite variety of novel, grammatically correct sentences  (= performance); 

d. Modifications of the competence-performance model which assume that the  relationship between 

competence and performance is moderated by other variables such as cognitive style, familiarity with the 

requirements, and other personal variables (i.e. conceptual, procedural,  performance competence); 

e. Cognitive competences and motivational action tendencies in order to realise an effective  interaction of 

the individual with her/his environment; i.e. competence is a motivational concept  combined with 

achieved capacity; 

f. Objective and subjective competence concepts distinguishing between performance  and  performance 

dispositions  

Hay Group (2003) states that a competency-based approach has the performance of the very best people in 

the job, as its frame of reference. Organizations can improve their  overall performance by hiring 

candidates with these competencies. It is necessary to look beyond basic skills and knowledge required to 

perform an adequate job and into deep rooted competencies that can most accurately determine high potential 

candidates. It involves individual assessment on the basis of the following behavioral functions that can be 

represented as follows 

  

f= {K, A, S, H, V, A, T, M} 
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Where K: Knowledge; A: Abilities; S: Skills; H: Habits; V: Values; A: Attitudes; 

 T: Traits and M: Motives.  

This function is demonstrated with the use of the Iceberg Model of Competencies as illustrated below 

    

 

Figure 2.2 The Iceberg Model of Competencies 

  

Rothwell & Wellins (2004) propound competencies as a foundation to prompt self-reflection and guide 

career conversations with mentors or supervisors. A more formal method relies on such organized approaches to 

assessing individual competencies as 360-degree assessments, assessment centers, and work samples. The 

results of such assessments will indicate which strengths should be leveraging and areas in which further 

professional development is needed. These behavioural competencies, once identified, can be documented and 

form the basis for an individual development plan. The plan can also facilitate accountability by clarifying the 

learning strategies, support and result measurement. 

Euromonitor International (2011) reveals that India has the world’s largest Generation Z cohort, with 286 

million 8-19 year-olds in 2009. The defining feature of  this generation is their ability to process 

information at high speeds. They are considered to be the smartest generation due to factors such as pressure to 

succeed in school, vast information on the internet, strategic games from an early age and a high propensity to 

stay on in education. 

The Statistics of the Census (UNFPA, 2011) reveal that Rajasthan, which is India's biggest state, has 20.04% 

of its population falling in the age group of 10-24. With India having the 2
nd

 highest Z Generation population in 

the world, the skills of this demographic should be systematically developed, honed and harnessed for 

productive addition to the economy 

Wurpel (2011) lists the various personal traits of the Gen Z that influences their work characteristics. 

Generation Z is more likely to ask for parental guidance with their problems instead of approaching authority 

figures. They tend to view the world more in black and white terms than the previous generations. The feel that 

trust is earned and not given and are less self-reliant. A highlight of this generation is their 'color-blindness', 

their sensitivity to diverse cultures and personal differences. They are willing to embrace diversity to an 

unprecedented degree. They are globally accepting but are guarded of their privacy. 

Savitt (2011) also emphasizes the fact that the Z Generation are go-getters and trendsetters. Social media has 

abolished all forms of barriers and corporations as potential employers will be extensively researched and 

scrutinized by the Gen Z before entering into employment. In Asia, with the falling birth rates, employers will 

have to rely on smaller pools of workers to support them and also set out to repair the environmental and debt 

issues created by the previous generations. The talent shortage in Asia will become acute with organizations 

having to compete harder to attract the best of the Z Generation employees. 

McQueen (2011) point to certain other characteristics that shape the Z Generation in their formative years. 

This impacts their attitude towards work and ultimately shapes their workplace competencies. While 

empowerment is typically a very positive thing, the  way in which Gen Z are being empowered from a very 

young age is resulting in some unintended and challenging consequences. They are considered 'little people' 

from a very early age and  encouraged to take decisions. As such they  are expected to have the same capacity 

and self-reliance as was expected a decade ago from teens of that time. This results in the Z Generation 

believing that their needs and wants are the priority in any circumstance. 

Barkley et.al (2013) explored whether the Z Generation were in fact work ready. The proceedings listed there 

rquirements of organizations after an extensive survey of the Z Generation. Employers look for the following in 

an employee 

• Communication skills (Oral and Written) 

• Teamwork and Collaboration Skills 

• Professionalism or Work Ethics 

• Critical Thinking Skills 

• Problem Solving Skills 

In accordance to the employer requirements, the following competencies were identified: 

• Professionalism 
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• Communication skills 

• Problem solving skills 

• Networking 

• Enthusiasm 

• Teamwork 

Singh (2013) presents a picture of the Z Generation demographic in various countries. The highest population 

of the Z generation is in India with 20.1% of the world's Z Generation population. The Generation Z behavior 

represents a significant shift from the millennials and older generations. Even more comfortable with their 

devices, more trusting in digital information, more isolated from their physical environment, yet more globally 

aware, this generation, like many before it, possesses a set of contradictions. 

 

Country Total (Mil) % of Global Gen Z Population 

India 373.5 20.1 

China 260.2 14 

Nigeria 68 3.7 

Indonesia 64.8 3.5 

United States 62.4 3.4 

Pakistan 61.3 3.3 

Brazil 49.7 2.7 

Bangladesh 46.4 2.5 

Philippines 33.1 1.8 

Mexico 33 1.8 

World 1855  

Figure 2.3 The Z Generation Demographic 

  

Berry (2013) state that Generation Z has strong family values, and they appear to mirror the values of their 

parents. Whilst they are extremely tech-savvy and are avid users of online services, Generation Z tends to favor 

more traditional media, such as television, as their news and entertainment source. Generation Z are very media 

and advertising literate. They are aware of the power of advertising and its impact on consumption habits. 

Generation Z are extremely altruistic, caring deeply about the environment and global humanitarian issues. 

Accordingly, they prefer brands which align with their personal value systems. Social justice issues are 

important to this generation. The majority of teens identified discrimination on the basis of race, religion, gender 

or sexuality as a key concern when selecting their future employers. 

 

3. Statement of the Problem 
Literature reveals that the competencies of the Z Generation prove their projected high value addition to the job 

market. However, despite the mushrooming of Business schools and increasing number of MBAs that are 

churned out every year, the job market is not ready to accept the fresh graduates due to the lack of 

employability, desired skill sets and lack of managerial competencies. Studies show that managerial 

competencies can be developed by careful study and analysis of behavioral competencies. This research paper 

seeks to map and study the behavioral competencies of the Z Generation and suggest strategies for a smooth 

induction into a managerial workforce.  

 

4. Objectives of the Study 

The research study was undertaken with the following objectives 

a. To study the literature on competencies, the Z Generation and competencies of the Z Generation. 

b. To assess the Behavioural competencies of the Z Generation of Rajasthan. 

 

5. Research Methodology 

The study aims at assessing the behavioral competencies of the Z Generation and to find out if the existing 

development techniques of Z Generation are sufficient and comprehensively caters to the requirements of the 

workforce when they enter it. 

5.1 Research Design: The researchers have employed a descriptive research design.  

5.2 Universe of the Study: Z Generation students of Rajasthan (Udaipur and Dungarpur Districts)  
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Rajasthan, India's largest state comprises of 20.04% of the Z Generation. With a 66% literacy rate that is 

rapidly advancing, it is also one of India's states that is experiencing a boom in education and tourism. Udaipur 

district, which has been declared as 'smart city' is a major contributor to Rajasthan's development. Thus the 

choice of universe for the study is justified. 

5.3 Sampling Method: Convenience sampling method was used for data collection.  

5.4 Sample Size: 220 

5.5 Sources of Data: Primary and secondary sources of data were used for the study. 

 Primary Data: The instrument used for collection of primary source of data was 1structured 

questionnaires 

a. Questionnaire A: Consisting of 27 questions, divided into Part A (Personal profile: 6 questions); Part 

B (Questions for behavioral competency mapping: 20 statements) and Part C (open ended Feedback 

question: 1 question). 

Statements relating to behavioral competencies were measure on a 5 point Likert scale ranging from 5: Very 

High; 4: High; 3: Neutral; 2: Very Low; 1: Low 

The questionnaire was administered to 220 students in Udaipur and Dungarpur. The questionnaire was also 

floated via Google Docs online. A total of 215 responses were received out of which 12 questionnaires were 

rejected due to lack of sufficient information.  

The reliability of the Survey instrument was ensured using Cronbach's alpha. 

 Secondary Data: The secondary sources of data comprised of various journals, newspaper reports, 

online web pages, books and e-libraries. 

5.6 Statistical Tools 

The statistical tools used for the analysis of the data are as follows 

Descriptive Statistics: Mean, Standard Deviation, Percentage 

Inferential Statistics:  

 Independent Samples t-test 

 Exploratory Factor Analysis (Principal Component)  

5.7 Software Used 

For the purpose of analysis, SPSS 16.0 software was used. 

 

6. Data Analysis and Interpretation 
The instrument reliability was ensured using Cronbach's Alpha. The overall reliability was measured at 0.885. 

Hair et.al (1998) stated that reliability estimates between 0.80 to 0.90 represent a very good level of 

acceptability in quantitative research. 

     

Reliabilty Statistics 

Cronbach's Alpha No. Of Items 

0.885 20 

 

The normality of the data was tested using a P-P Plot. The results showed that the data was normally distributed. 

The PP Plot is depicted as follows 

 
 

 

The demographic statistics for the sample are given below 

The 203 responses were initially profiled on the basis of their gender (V1), Examination Board (V2), 

Educational Qualification (V3) and previous Work Experience (V4). The findings have been represented in the 

table below along with their respective percentages, means and standard deviation. 
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Respondent Profile 

 

Variable Particulars Percentage Mean Std. Deviation 

GENDER 
Male 54% 

1.46 0.503 
Female 46% 

EXAM BOARD 
Other 30% 

1.70 0.463 
CBSE 70% 

EDUCATIONAL QUALIFICATION 
Professional 56% 

1.44 0.501 
Graduate 44% 

WORK EXPERIENCE 
Yes 18% 

1.82 0.388 
No 82% 

 

The study also sought to find out if there was any influence of the variables of Gender (V1), Examination 

board (V2), Educational qualification (V3) and work experience (V4) on total managerial competencies. 

  

VARIABLE CRITERIA 

Gender:V1 Male/Female 

Examination Board:V2 CBSE/ICSE/State Board 

Educational Qualification: V3 Professional/Graduate 

Work Experience:V4 Yes/No 

 

The Total Behavioural Competencies were calculated using the sum total of the scores to the questions asked 

in the questionnaire. The following hypotheses were framed to validate the influence of V1, V2, V3 and V4. 

H01: There is no significant difference on the Competencies due to Gender (V1) 

H02: There is no significant difference on Competencies due to Examination Board (V2) 

H03: There is no significant difference on Competencies due to Educational Qualification (V3) 

H04: There is no significant difference on Competencies due to Work Experience (V4) 

The following findings were arrived upon using Independent samples t- test, a parametric test used for ordinal 

and ratio scaled data and used for testing (Cooper and Schindler, 2012). The level of significance was kept at 

0.05 with 95% confidence. The results are presented as follows 

 

HYPOTHESIS Test Value Critical value (p value) RESULT 

H01 -0.308 0.05 Failed to reject 

H02 -1.664 0.05 Failed to reject 

H03 -3.951 0.05 Failed to reject 

H04 1.654 0.05 Failed to accept 

 

Interpretation: H01, H02, H03 failed to reject which means that there is no significant difference on behavioral 

competencies due to Gender, Examination Board or Educational Qualification. However, H04 failed to accept 

proving that there is a significant difference on Competencies due to Work Experience. This could be accorded 

to the fact that people who have work experience are in a learning mode with everyday experiences of work life.  

 

Competency Mapping of Z Generation 
The data were collected based on a structured questionnaire designed to test the managerial competency levels 

of the respondents.  

On the basis of the data collected, the 20 statements (Part B) were analyzed using factor analysis to limit the 

variables and form 8 competency clusters that encompass all the behavioural competencies used to calculate the 

TMC score. The Principal Component analysis and the Varimax methods of extraction and rotation have been 

applied. The data analyzed as such are presented below 

 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.681 

Bartlett's Test of Sphericity 

Approx. Chi-Square 320.523 

Df 190 

  



International Conference on Management and Information Systems  September 23-24, 2016 

ISBN 978-1-943295-04-3 69 

The KMO statistic of 0.681 is higher than the desired value of 0.5 and the chi-square value of 320.523 for 190 

degree of freedom prove that the matrix is not an identity matrix. Thus the application of factor analysis to the 

research study is proved appropriate. 

72.568 % of variance in the items has been explained by the 8 extracted components. In the table given 

below, the researchers have mapped the identified competencies against the Iceberg model of Competencies to 

establish the behavioral competencies of Z Generation managers. The factor loading of each competency has 

been given against it. With an understanding of the behavioral competencies that the respondents possess, it 

paves the path for establishing their managerial competencies. 

 

Mapping of Competencies 

 

Iceberg based Behavioral Competency cluster Identified Managerial Competency Factor Loading 

Knowledge 

Technical knowledge  0.608 

Quantitative Analysis 0.862 

Balanced Learning 0.757 

Language Acquisition 0.678 

Role Clarity 0.623 

Abilities 
Customer Orientation 0.811 

Stress Tolerance 0.820 

Skills 

Team Dynamics 0.741 

Communication 0.643 

Negotiation 0.595 

Habits Planning 0.791 

Values Loyalty 0.692 

Attitudes 
Culture Sensitivity 0.746 

Optimism 0.658 

Trait 

Creativity 0.762 

Honesty 0.774 

Assertiveness 0.736 

Leadership 0.773 

Motive Corporate Social Responsibility 0.667 

 

Using Factor Analysis, 8 factors having an Eigen value of more than 1 were used to group the competencies 

measured in the Z Generation students. The factors alongside their % of variance have been shown in the 

following graph 

 

 
 

7. Findings and Suggestions 

After analysis and interpretation of data, the following findings have been brought to light  

a. Gender does not have a significant impact on Behavioral Competencies 

b. Examination Board does not have a significant impact on Behavioral Competencies. 

c. Educational Qualification does not have a significant impact on Behavioral Competencies. 

KNOWLEDG
E, 26.76 

ABILITIES, 
8.957 SKILLS, 5.789 

HABITS, 
6.976 

VALUES, 
6.316 

ATTITUDES, 
5.283 

TRAITS, 8.02 

MOTIVES, 
4.467 



International Conference on Management and Information Systems  September 23-24, 2016 

ISBN 978-1-943295-04-3 70 

d. Work Experience has a significant impact on Behavioral Competencies. 

e. Knowledge is imparted to the Z Generation significantly but skills, abilities, motives, traits, attitudes and 

habits need to be conditioned to achieve optimum behavioral competencies. 

f. Literature studies reveal the technological expertise, entrepreneurial mindset and diversity tolerance of the 

Z Generation. 

 

8. Limitations of the Study 
The study sought to assess the behavioral competencies of the Z Generation for which the sample was taken 

from Rajasthan, the biggest state in India. For this reason, the findings may vary if applied to a higher sample. 

Time and financial constraints were other limitations that the researchers encountered in the research. The topic 

of the research is a qualitative one and the findings should not be generalized as such and are only indicative. 

There is scope for further research into the behavioral and subsequent managerial competencies of the Z 

Generation Demographic. 

  

9. Suggestions for Induction of the Z Generation 
The researchers propose the following strategies for effective utilization of Behavioral Competencies of the Z 

Generation workforce in tandem with Hameed and Mathur, 2015 

9.1 The Cross Cultural Mentoring: The Z Generation has the behavioral competency of being highly 

diversity tolerant. A cross cultural mentoring trend across the organization would help in faster and 

smoother transition of a Z Generation employee to the organizational culture. Studies show that people 

learn more from working with each other than from external training. To do this, a culture needs to be 

created where new ideas can be expressed and a collaborative approach is adopted to fuel discussion and 

engagement. 

9.2 The Soft Skills Revamp: Traditional soft skill sets that worked in the multi-generational workforce may 

not necessarily fit in with the advent of the Z Generation in the workforce. The constant need for 

appreciation and rewards for this generation may well be a new hurdle that older generations in the 

workforce may have to face. An embedded learning and development strategy with a focus on revamping 

soft skills, must be developed paying heed to harness the behavioral competency advantages this 

demographic has to offer. 

9.3 Talent Attraction, Talent Retention and Career Management: Workforce planning and talent 

management need to be flexible and fluid. Creating an alumni group, so that a proven and trusted talent 

pool is available for the peaks and troughs in client work, makes sense. Many members of the Z Generation 

aspire to be self-employed, work internationally, travel and enjoy a fulfilling and diverse portfolio career. A 

careful strategy of talent attraction and retention would go a long way in managing the Z Generation 

employee. 

10. Conclusion 
The Z Generation demographic is one that will bring about the greatest generational shift in the workforce. With 

the advent of this generation into the workforce, organizations are slated to undergo numerous changes. The 

behavioral competencies of the Z Generation are advantages that can be harnessed for unprecedented economic 

growth of institutions. The findings of this research study prove that behavioral competencies can be developed 

into strong drivers for organizational advancement. High factor loadings of competencies based on knowledge 

(26.76%) and abilities (8.96%) show the easily adaptable competencies of the Z Generation for the development 

of effective managerial competencies. Probably the biggest advantage of this new generation brings to the 

workforce is its 24*6 connectivity and technological expertise. Qualitative data revealed the concept of work-

life integration instead of a work-life balance. Research supports the predication that this generation is set to 

bring about unprecedented advancement to the workforce.  
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